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2008:13), with a wave of focus on culture and core organisational values. Obviously, the role and importance 
of human resources in any company are essential for its successful management, performance, its level of 
creativity, efficiency and effectiveness and "the adaptation to changing markets is subject to change in 
mentalities" (ğidor and Miller, 2012:83).  Within this frame, the company’s organisational structure must 
provide the right people for each position, through proper forecasting, recruitment and selection, flexible 
integration and fair motivation, as well as continuous training. Due to “the managers’ and the department 
heads’ involvement in the correct management of human resources for the training and the awareness policy of 
the labour force” (Gandolfi, 2006:204), a plan for the professional career can be implemented, by following 
these next steps: “taking control over the development of one’s own career plan, analysing one’s career-related 
aspirations, listing both the strong and weak points of one’s career, determining the career objectives, 
“polishing” one’s qualifications and exploring the market of a particular job” (Gavrilӽ, coordinator, 2004:201), 
while constantly “enriching” the activity by means of “redefining the position in order to bring more diversity, 
challenge and loyalty (Pell, 2007:257). We have to take into consideration the organizational communication 
factor as "one of the factors that can ensure increased job satisfaction, loyalty and motivation" (Pipas and 
Jaradat, 2013), loyalty that will "positively influence efforts to increase the productivity and quality of services 
provided by employees" (Militaru, 2010:254). At the company level, communication is initiated and 
coordinated by managers, hence the importance of managerial communication that "is one of the tools of 
change in the organization" (Bedrule-GrigoruĠă, 2009:119) in order to streamline the work activity and to 
encourage innovation and creativity. 
An important aspect in accomplishing these purposes resides in the analysis, description and ranking 
(evaluation) of work positions, in view of observing the performances, identifying the criteria and requests for a 
particular work position and customizing the individual objectives for each one. Together with the evaluation 
of work positions, it is possible to proceed to a systematic determination of the value, role or importance of 
each position in relation to the other jobs of the company. “The evaluation of work positions is the name given 
to a set of methods used for the systematic comparison of positions in order to analyse the importance of some 
in relation to others” (Cole, 2004: 359), aiming at “creating a sustained hierarchy of all positions, on which a 
company can build a rational and acceptable remuneration structure” (Cole, 2000: 175). “The evaluation 
process allows the design of a balanced retribution system and does not wish to evaluate the performances of 
the people who hold those positions” (Lefter, Manolescu et al, 1999:125).  
The evaluation helps determine the relative useful value of the positions, in view of designing a rational 
remuneration scheme. To this end, at least one objective element is used from the factor comparison method, 
which can be non-analytical (that views the position as a whole and ranks it by comparison to the others) or 
analytical (that decomposes the position into its elements and compares all the factors against each other). 
Some authors carry out the evaluation of work positions with the help of a so-called “classification system that 
ranks the positions, generating both a social hierarchy and a remuneration scale that enables a certain amount of 
recognition for the employees, in terms of status and salary, their initial training, their gained knowledge and 
skills” (Charpentier, Deroy et al, 2002:287). 
Mathis Robert, Nica Panaite and Rusu Constatin present a series of evaluation methods for work positions 
that can be used depending on the company’s size and number of diverse activities or its envisioned precision 
(Mathis, Nica and Rusu, 1997:204): 
• The market price determination 
• The position ranking method 
• The predetermined classification (grading) method 
• The point classification method 
• The factor comparison method 
Viorica Ana Chiúu classifies the evaluation methods in two categories, as follows: “the global methods – 
the ranking (the simple ranking, the alternative ranking, the relative positioning, the comparison in pairs) and 
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the market method; the analytical methods – qualitative methods (classification), quantitative methods (the 
factor method, the point method)” (Chiúu, 2002: 246). 
2. Research Methodology 
In the paper we present the results obtained from the use of the points method into SC Clujana S.A. in order 
to achieve the ranking of the jobs, to better know the complexity of the jobs and proper and their proper 
framing in departments and hierarchical levels in the organization. For this we established a rating scale, we 
defined key workstations of each department and detailed the influence factors and related sub-factors. Each 
sub-factor was described by degrees of intensity, maximum from A to F (eg, mental abilities), for later to make 
the points factors and sub-factors allocation (respectively, setting the points scale) to after determine the key 
posts. Subsequently we assign degrees of importance to each factor in key positions and rank positions, being 
allocated rank / places to these and positions with similar responsibilities will be allocated the same amount 
related to base salary for each of the evaluation factors considered. 
3. Position ranking in the case of S.C. Clujana S.A. 
In order to evaluate a certain position, it is mandatory to establish its requirements and contribution to the 
company’s mission, thus enabling a classification based on importance. This evaluation implies the following 
steps: 
¾ acquiring all the necessary information regarding the position submitted to the evaluation; 
¾ identifying the factors that make the position outstand within the company; the following factors are 
taken into consideration: skills, responsibility, work conditions, degree of difficulty, the size of the 
subordinated team, the level of creativity required by the evaluated position, the decision-making 
power, etc; 
¾ determining the level or the relative importance of each factor of a certain position, that will 
eventually lead to establishing the correct rank of the position. 
In what concerns S.C. Clujana S.A., one of the preferred approaches is the point method, which 
represents and examines each position through its main components (factors and subfactors) and not as an 
overall entity. The specific stages for the proper application of this method are the following: 
• selecting the evaluation scale 
• selecting the key positions 
• selecting the evaluation factors and sub factors. 
To this end, a set of factors is employed for the two specific functional categories: execution and 
management. Therefore, for the execution positions the following factors are considered: skills, effort and work 
conditions, while for the evaluation of the management positions these aspects are given attention: knowledge, 
responsibility and decision-related requirements. For example, the main factors of an execution position can be 
decomposed in sub factors, as follows: 
 
 Skills: 
- necessary training 
- required substantial experience 
- necessary social skills 
- degree of initiative 
- creative thinking, etc. 
 
Responsibility: 
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- degree of responsibility 
- specialized responsibilities (in regard to certain aspects of the activity) 
- complexity of the activity 
- freedom of action 
- number and type of the subordinated employees 
- limit of liability for various facilities or products 
 
Effort: 
- intellectual 
- physical 
- level of stress 
 
Work conditions: 
- duration of the operations that need to be carried out 
- number and duration of departures 
- diversity of the subordinated employees 
- risks that need to be accepted 
- difficult or unpredictable atmosphere. 
 
The analysis of an evaluation factor is performed on different degrees of intensity and subfactors; 
consequently, the skills factor is decomposed in: mental skills, equipment operation skills and human relations 
skills, ranging over a 3-6 degree intensity scale (Table 1). 
 
Table 1 Subfactors and intensity degrees for the skills factor 
 
SUBFACTOR DEGREE DESCRIPTION 
1. Mental skills A 
 
B 
 
C 
 
D 
 
E 
 
 
 
 
F 
- The ability to read, write, copy and count; identical situations that require a 
mechanical answer are presented 
- The ability to use simple arithmetic, a rich vocabulary and to elaborate standard 
reports 
- The ability to use basic formulae/algebra and/or to describe a sequence of events in 
the form of a report 
- The ability to apply a wide range of mental skills, from professional skills to an 
interpretative and constructive thinking 
- The ability to apply the professional experience in order to perform a self-
evaluation, to describe the entire significance of the events and situations of a 
certain business and to take action. A constructive and analytical thinking is 
necessary to evaluate different approaches and to find solutions that can be adapted 
to a specific environment 
- The ability to perform a self-evaluation and to control a level of expertise in order 
to solve problems and complex situations, which frequently trigger new problems. 
The solutions require an original thinking, imaginative approaches and envisioning 
new strategies 
2. Equipment operation skills A 
 
B 
 
C 
- Manuality is necessary for writing and the use of simple office equipments, such as: 
photocopiers, paper tying machines or paper cutters 
- Manual competence, attention and coordination are necessary for the operation of 
office electronic equipments, such as computers 
- Mental and physical coordination is necessary in order to operate complex 
equipments 
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SUBFACTOR DEGREE DESCRIPTION 
3.Human relations skills A 
B 
 
C 
- Normal, polite, respectful manners are required 
- Respectful, polite and tactful manners are required in transmitting and/or receiving 
information 
- The holder of the position must present and explain the information that affect 
every day decisions 
 
Each factor, sub factor and degree of intensity is given a certain amount of points, reflecting its relative 
importance (Table 2). This number differs from one position to another; for example, the skills represent the 
most important factor used in the evaluation of the position held by a mechanic, while responsibility is essential 
for the evaluation of a manager’s position. On this scale, the importance of each factor is first and foremost 
reflected in the overall points, then that of each sub factor. Next, the maximum amount of points is determined 
for each factor and sub factor, corresponding to the fourth degree of intensity (maximum). The other inferior 
degrees are determined as a proportion of this degree. 
 
Table 2 The assignment of points for factors and sub factors 
Factors 
Maximum 
points and 
importance for 
each factor 
Sub factors 
Points assigned according to degrees 
The importance 
of the sub factor 
in the total 
position  
I II III 
IV  
(%) 
 
(maximum) 
Skills 260 / 26% 
1.Knowledge 35 70 105 140 14 
2.Experience 20 40 60 80 8 
3.Initiative 10 20 30 40 4 
Effort 240 / 24% 
4.Physical 20 40 60 80 8 
5.Intelectual 40 80 120 160 16 
Responsibility 360 / 36% 
6.For the company’s 
policy 10 40 60 80 8 
7.For the 
subordinated 
employees’ work 
40 80 120 160 16 
8.For customer 
service 20 40 60 80 8 
9.For the company’s 
financial funds 10 20 30 40 4 
Work 
conditions 140 / 14% 
10.Work conditions 20 40 60 80 8 
11.Risks 15 30 45 60 6 
Total 
possible 
points 
1000 /100%   250 500 750 1000 100 
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After calculating the point scale, the key positions are determined, taking into consideration to the following 
steps (Table 3): 
 - examining the detailed description of the position 
 - determining the degrees that best depict each factor’s subfactors, corresponding to each key position 
 - obtaining the total points of the position, by adding all the points assigned to the subfactors. 
Each sub factor was graded starting from its intensity degree, as shown in Table 2. The rank obtained by 
each key position shall represent the basic element in the process of calculating the salary chart. The other 
positions in the company shall be evaluated in comparison to the key position. The assignment of the proper 
rank, from I to V, is accomplished as follows: the smaller number represents a more important position from 
that particular factor’s perspective. 
 
Table 3 The assignment of points per position 
 
 
In order to create a hierarchy of positions, the factors were ranked according to their importance for each 
key position and were assigned importance coefficients; then, a balanced sum was generated for the ranks 
established for each position, leading to a global rank of the key position, as shown in Table 4. 
 
 
 
Table 4 The hierarchy of positions based on the comparison of difficulty factors 
 
Positions 
Factors Total 
ranks 
  
Balanced 
sum of 
ranks 
Global 
rank 
Intellectual 
effort 
Physical 
Effort Skills Responsibilities 
Work 
Conditions     
Subsidiary 
manager 1 5 1 1 5 13 1,8 I 
Positions 
  
Subfactors Total 
points 
  
Rank 
  
Sf 1 Sf 2 Sf 3 Sf 4 Sf 5 Sf 6 Sf 7 Sf 8 Sf 9 Sf10 Sf11 
Unskilled 
worker 35 20 5 80 10 10 0 15 10 70 50 305 V 
Plummer 70 30 20 60 40 20 5 60 20 60 30 415 IV 
Accountant 100 60 20 5 120 40 50 20 40 60 30 545 III 
Department 
head 100 60 40 40 120 60 60 60 30 60 45 675 II 
Subsidiary 
manager 140 80 40 5 160 80 80 80 40 80 60 845 I 
Maximum 
points 140 80 40 80 160 80 160 80 40 80 60 1000   
Importance 
Coefficient 
(%) 
14 8 4 8 16 8 16 8 4 8 6 100   
758   Janetta Sîrbu et al. /  Procedia Economics and Finance  15 ( 2014 )  752 – 759 
Department 
head 2 4 2 2 4 14 2,4 II 
Accountant 
(office 
worker) 
3 3 3 3 3 15 3 III 
Plummer 
(Mechanic) 4 2 4 4 2 16 3,6 IV 
Unskilled 
worker 5 1 5 5 1 17 4,2 V 
Maximum 
points 100 50 500 200 150 1000     
Importance 
Coefficient 10% 5% 50% 20% 15% 100%     
 
Consequently, each factor of a key position, depending on the previously established ranks, is given a value 
representing the basic salary for that particular factor. Those sums become standards according to which the 
evaluation of the other positions in the company is performed, which means that all the other positions with 
similar responsibilities shall be given the same amount, for each of the evaluation factors considered (for 
example: in the case of the accountant position, with a total of 15 ranks, a balanced sum of the 3rd rank, global 
rank III and keeping in mind the difficulty factors, we might include in the same chart the position of 
economist, administrative clerk or human resources technician). 
 
4. Conclusions 
 
The evaluation of work positions represents an important element for the every day activity of any given 
company, in view of establishing a fair hierarchy of the existing positions and creating a balanced 
organisational chart, able to provide the basis for an accurate salary chart, in accordance with the requirements 
described in the organizational structure. In the case of S.C. Clujana S.A., the point method is preferred, which 
separates the factors specific for the management positions from those specific to the execution ones and 
decomposes them into subfactors (each subfactor being ranked according to various intensity degrees). Then, a 
maximum number of points is determined for each factor and subfactor, the highest degree of intensity being 
the fourth (maximum), while the other inferior degrees are established as different proportions of it. The key 
positions are determined, which will serve as standards for the evaluation of the other positions, eventually 
leading to the creation of the salary chart. To this end, specific places/ranks are assigned, the most important 
position being related to the lowest rank. In the same time, importance coefficients are applied for each position 
so that, by generating a balanced sum of the ranks, the global rank of the key positions can be obtained. 
A successful strategic management of human resources, with positive effects on an accurate, balanced 
hierarchy of the work positions, in the case of S.C . Clujana S.A., could be carried out with the help of a 
rigurous planning focused on: 
• investments in human resources, mainly in the personnel of the human resources department; 
• corellating the objectives of human resources with the objectives of society: shaping the 
objectives of society on medium and long term while corellating the human resources objectives 
on the medium and long term with those of the company; 
• awarding a greater attention to the human resources management activities, mainly to those 
referring to planning, the evaluation of work positions, the evaluation of the personnel’s 
performance; 
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• the employees’ awareness regarding the importance of their activities and the way in which they 
contribute to the accomplishment of the company’s objectives, by keeping accurate and updated 
records on their academic performance, training and skills; 
• the preoccupation for the improvement of the employees, manifested in: providing permanent 
trainig, defining the employees’ responsibilities and spam of authority, establishing both the 
individual and team objectives, recognition and reward, ensuring open channels of 
communication that work both ways, the permanent review of the employees’ necessities, 
communication suggestions and opinions, measuring the employees’ level of satisfaction, 
identifying the personnel fluctuation. 
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